We also have the Ndawara and the Liko tea which are privately owned and located in the North West Region and South West Region respectively which also specialized in the processing of black tea. The tremendous increase in tea production without corresponding increase in demand in both the Nigerian and domestic markets led to a decrease in prices. These markets were flooded with tea and CDC fetched very low prices on these markets. These tea estates could only survive because of government subsidies on inputs like pesticides, fertilizer, extension service and labour. It then decided to look for new markets where its excess product could be sold. Due to the increasing demand for tea on the European markets, CDC decided to access these markets (Gana, 2000) . Several attempts were made by CDC to export tea to the EU markets but were rejected because of low quality. Due to the above ramification, CDC continued to receive low prices for its tea on the Nigerian and domestic markets and a niche market was found in USA which could only absorb 5% of its low quality product. The inability of CDC to make profit and the Structural Adjustment Program implemented on demands from the World Bank and the IMF led to its privatization in 2002 to the Cameroon Tea Estate (CTE) who is also the proprietor of the Ndawara Tea Estate (Bouddih, 2003) .
Immediately Brobon Finex took over the three plantation they went ahead to create a new tea plantation and company called the Ndawara Upland Tea Estate. In 2004, 928 hectares were planted in Ndawara on the slopes of the North West Highland. Planting continued in 2005, 2006 and 2007. In 2011, Ndawara had 1,643 hectares of young tea and in 2010 it produced 1,366 tons of made tea. Cameroon Tea Estates therefore has three plantations: Tole Tea with 454 Hectares, Ndu Tea with 668 hectares and Djuttitsa Tea with 446 hectares. All three plantations have their factories and produce about 4,500 tons per year. Ndawara has about 1,643 Ha and produce some 1,400 tons per year Production will increase with maturity and is expected to reach 5,000 tons in the next 5 years. It is worth noting that most of Ndawara is planted with clonal material from South Africa and Djuttitsa Tea. All four tea factories in Cameroon are CTC factories (Achiri, 2015) . Cameroon therefore has a total of 3211 hectares of tea planted area with about 90% of made tea sold in the North Cameroon market which extends to a sub-regional market and into Chad and Sudan Middlemen Market with lots of price fluctuations. This market is threatened by cheap tea from China, Malaysia, Kenya, Rwanda and Democratic Republic of Congo. The other 10% of tea production which is mainly packaged tea (added value) is sold in Southern or Elitist market and also facing stiff competition from China, Indonesia. This brief historical review of tea production in Cameroon shows that tea has remained a relatively minor crop (Achiri, 2015) . Tea is the second most popular drink in the world, after water. For a number of developing countries it is an important commodity in terms of jobs and export earnings. Tea production is labour intensive and the industry provides jobs in remote rural areas. Millions of livelihoods around the world depend on tea picking and processing. However, as with many other agricultural commodities, real primary producer prices have fallen dramatically over the last three decades. Low prices are affecting the sustainability of the tea sector, with working conditions and the livelihoods of plantation workers and small-scale farmers in tea producing countries under pressure. Meanwhile, tea trade and distribution is dominated by a few international companies that benefit from stable retail prices. At the same time, policies, regulations, support services, tax and trade instruments and their associated actors and institutions have also developed to become intrinsic parts of the value chains. Value chains play an important role in transforming agricultural commodities from raw material to end products demanded by the consumers. There are a number of stakeholders involved in the agricultural commodity value chains and the structuring and functioning and treatment of the actors involved this chain is often debated and analysed. A report by Oxfam in January 2013 revealed evidence of poor labour practices in Unilever's operations in Vietnam between 2011 and 2012. An indepth review by Oxfam showed that: wages were insufficient to make savings or support dependants, with instances of workers unable to eat adequate diets or afford to keep children in school; suppliers and managers unclear about Unilever's codes of conduct, in some cases only accessible in English; factory workers employed by a third party were on much poorer terms and conditions and suppliers with employees working illegal overtime hours. The objectives of the study are: to determine the nature of motivation use in the Djuttitsa tea estate, Cameroon and to analyse the extent to which employee's motivation affects the tea agricultural enterprise.
LITERATURE REVIEW
As a result of socio-economic variations, the environmental, climatic and demographic diversity of Cameroon, the potentials for agricultural production are quite high. According to Nkwain et al (1993) Employee Motivation and the Promotion of Agricultural Enterprise perish-ability and seasonality of most crops, poor marketing system, and inadequate processing technologies to preserve and conserve products, constitute a great challenge to the country. Cameroonian agricultural producers through time have confronted a number of production problems and constraints. These have been identified to include land tenure, cropping systems, technical knowhow, pests/diseases, climatic and demographic problems and constraints (Ayissi et al., 1988) .
In Tanzania, it was revealed that; inadequate infrastructure has been a major reason for the tea sector's poor performance and an impediment to the sector's development. Because green leaf must be processed within six hours of plucking, rehabilitation of feeder roads used for transporting green leaf from farms to factories must be given priority. But most of the infrastructure problems (such as poor quality of the national road system and frequent disruptions in electricity supply) are not specific to the tea sector and need to be dealt with at a broader level. While improvement of infrastructure of a public goods nature needs public sector involvement, some infrastructure problems need to be resolved by the private sector, such as rehabilitating tea factories, building new ones, replacing transport equipment, and the like (Baffes, 2004; Kalu, 2001 ). Dutta (2011) in a study in India concluded that with an increase in the age of plantations, tea yield decreases. Also, tea yield is influenced by pruning, and fertilizer application and an empirical relationship exists between yield and leaf area index. Reter and Gibji (2016) there are many constraints in tea cultivation such as labour problem, transportation, degradation of soil, climatic constraints, and plant diseases (Molua, 2012) .
Relating Tea production to motivation, it can be noted that, motivation is considered as the set of processes that arouse, direct and maintain human behaviour towards attaining goals. There are several factors that motivate a person to work. The motivational factors can be broadly divided into two groups; monetary and non-monetary factors. The monetary factors include among others, salaries or wages. Salaries or wages is one of the most important motivational factors. Reasonable salaries must be paid on time and while fixing salaries the organization must consider elements such as; cost of living, company ability to pay, capability of company to pay etc. Added to salaries, there are bonuses and incentives which can be used as elements to motivated workers. Bonus refers to extra payment to employee over and above salary given as an incentive. An organization may also provide additional incentives such as medical allowance, educational allowance, etc. Special individual incentives can also be used. Such incentives are to be given to deserving employees for giving valuable suggestions (Sasson, 2017) .
According to Robins and Mary (1996) , lack of motivational factors has been a major hindrance on employees performance, lack of motivational factors like job security, training, enough salary, compressed work which have favorable effects on employees job satisfaction and productivity and lack of flexible time which provides employees with time for pursuing their hobbies or taking care of family all have effect on performance. Akitonye (2000) asserts that money remains the most significant motivational strategy. As far back in 1991, Fredrick Taylor and his scientific management associate describe money as the most important factor in motivating industrial workers to achieve greater productivity. Taylor advocated for the establishment of incentive wage of stimulating workers to high performance, commitment and eventually satisfaction. Money possesses significant motivational power in as much as it symbolizes intangible goals like security power, prestige and a feeling of accomplishment and success. Appelbaum et al (2000) demonstrates the motivational power of money through the process of job choice. He explains that money has the power to attach, retain and motivate individuals towards higher performance. For instance, if an information professional has another job offer which has identical characteristics with his current job but greater financial rewards, the worker would in all probability be motivated to accept the new job offer. Oroni et al (2014) states that many managers use money to reward or punish workers. This is done through the process of rewarding employees for higher productivity by instilling fear of loss of job (premature retirement) due to poor performance. The desire to be prompted and earn enhanced pay may also motivate employees. Greater use of motivation enhancing practices such as incentives and other rewards for performance practices satisfy competence and relatedness needs, thus resulting in increased affective commitment. Such practices signal a positive valuation of employees and their efforts by the company (Appelbaum et al., 2000) . Task and outcome performance followed by rewards convey signals of competence. Incentive plans create feelings of group and organizational belonging that enhances intrinsic motivation.
Oroni et al (2014) from a study in Kenya established that bonuses in the tea factories in the county is not effective and efficient, the motivation policy in the tea factories is not satisfactory. They also established that most of the tea factories lacked a structured promotion policy system in place and this aspect could be a de-motivating factor in the tea factories in the county. In addition, it was established that rewards are minimally used in the tea factories in the county. However, to some extent rewards and remuneration are commonly given as a form2 of motivation in the tea factories in spite of some resentment among some tea factory employees in the county. They hold that motivation of employees is not adequately addressed in tea factories to equip them with what is expected of them in the field to perform effectively. Also, their findings revealed that poorly motivated employees perform minimally.
THEORETICAL FRAMEWORK
In the study, we adopt the framework of Hertzberg two factor theory as initially presented by Oroni et al (2014) . This theory is also known as intrinsic/extrinsic motivation theory which state that certain factors in the workplace result in job satisfaction, but if absent, lead to dissatisfaction (Oroni et al., 2014) . The author assets that the factors that motivate people can change over their lifetime, but "respect for me as a person" is one of the top motivating factors at any stage of life. Hertzberg distinguished between motivators; for example challenging work, recognition and responsibility which give positive satisfaction, and hygiene factors; for example status, job security, salary and fringe benefits that do motivate if present, but, if absent, result in de-motivation (Oroni et al., 2014) . The name Hygiene factors is used because, like hygiene, the presence will not make you healthier, but absence can cause health deterioration. This theory is still valid in the contemporary world for instance; Duening and Ivancevich (2003) observed that hygiene factors are those that result in dissatisfaction of employees which also include salary, working conditions, policies and administration of companies and interpersonal relation. On motivation and wages as stated by Hertzberg (1959), high payment of salaries makes employees to develop interest in their work and stop absenting themselves from duty. This is because money is a motivator to the employees. Therefore, this study determined the influence of motivation on tea factory employee performance the Djuttitsa tea estate performance as stipulated in the Herzberg's two-factor theory (Sasson, 2017) . This theory can equally be associated with that of Hertzberg (1959) which is based on the assumption that people are motivated by a series of five universal needs. Maslow (1959) in his hierarchy of needs stated that human beings including employees have five hierarchies of need for them to survive. These needs are ranked, according to the order in which they influence human behaviour, in hierarchical fashion. These needs are physiological, safety, social, esteem and self actualization needs (Hubert, 1973) . As already demonstrated in the literature, Hubert (1973) noted that, Physiological needs are the need at the bottom of the triangle and include the lowest order need and most basic. This includes the need to satisfy the fundamental biological drives such as food, air, water and shelter. According to Maslow organisations must provide employees with a salary that enable them to afford adequate living conditions. The rationale here is that any hungry employee will hardly be able to make much of any contribution to his organisation. The safety needs occupies the second level of needs. Safety needs are activated after physiological needs are met. They refer to the need for a secure working environment free from any threats or harms. The rationale is that employees working in an environment free of harm do their jobs without fear of harm (Sasson, 2017) .
The social needs represent the third level of needs. They are activated after safety needs are met. Social needs refer to the need to be affiliated (i.e. the needed to be loved and accepted by other people). To meet these needs organisations encourage employees' participation in social events such as picnics, organisations bowling etc. While esteem needs represents the fourth level of needs. It includes the need for self-respect and approval of others. Organisations introduce awards banquets to recognise distinguished achievements. Finally, self -actualisation occupies the last level at the top of the triangle (Sasson, 2017) . This refers to the need to become all that one is capable of being to develop ones fullest potential. The rationale here holds to the point that self-actualised employees represent valuable assets to the organisation human resource. Oroni et al (2014) argue that substantial remuneration in terms of salaries satisfy all the above human needs. If the salaries are low, then the employees become discouraged and may lead to laxity resulting to absenteeism and low productivity. Going by their assertion, this study examines the influence of motivation on the Djuttitsa tea estate performance (Hubert, 1973 ).
METHODOLOGY
The Djuttitsa Tea Estate Plantation is found in Cameroon with geographical coordinates 5° 35' 0" North, 10° 5' 0" East. A linear production function is used to assess the effect of motivation on tea production. The functional form of the function is as follows:
Where: i TP represents tea production (quantity of made tea produced in kg) for period i (for each month), M represents motivation (measured by total monthly wage expenses), T represents monthly temperature, and Rf represents rainfall, i  is a random error term and the intercept is represented by 0  . The coefficient 1  is the parameter of primary interest and represents the impact of motivation on tea production. The coefficients of the variables used in the study were estimated with the use of the OLS regression technique to assess the effect of motivation on tea production. The regression was conducted with the mode of Robust Standard Error (RSE) because this mode deals with minor problems about failure to meet some assumptions of OLS such as: minor problems about normality, autocorrelation, heteroskedasticity, multicollinearity and observations exhibiting large residuals (Jann, 2012) . With this mode of RSE, the point estimates of the coefficients are exactly the same as in OLS.
The only difference is that standard errors take into account issues concerning heterogeneity and lack of normality. The Robust mode minimizes the variance of the residuals and when there is no heteroskedasticity, the RSE simply become OLS standard errors (Hubert, 1973) . To test for statistical significance of the parameters estimated, the t-statistics, and the p-value were used and the conventional R 2 was considered as a measure of goodness of fit. Lastly, the Fisher F-statistic was used to verify for the joint significance of the variables included in the models.
Data Presentation
The study population consists of tea pluckers, factory workers, garage workers and the administrative personnel of the CTE Djuttitsa Plantation, not leaving out wholesalers, retailers and consumers. The sampling techniques used were the stratified sampling and the stratified random sampling. This choice is motivated by the fact the tea plantation is divided into three sections: the South, East and Central sections, where the workers would be chosen through simple random sampling as well as in the factory and garage. However certain key personalities holding administrative positions would be automatically interviewed
Questionnaire was prepared to collect primary data was elaborated around a list of precise points that were related to the theme or topic of the study. The questionnaire consisted of combinations of both open and close-ended questions and information obtained through the questionnaire provided data on the variables to be used in the study. The questionnaire was pre-tested on ten respondents making up different components of workers. After the pre-test, there was need to produce another copy of the questionnaire in French for the francophone respondents. Furthermore some questions proved irrelevant and were scraped while others were rephrased. The questionnaire was therefore pretested, adjusted and validated before being administered to the tea pluckers, factory workers, workers at the engineering section, and the administrative personnel of the CTE Djuttitsa Plantation. Information gotten from secondary sources of data was based on the role of the various actors in the tea value chain; monthly production of green leaf, made tea, temperature, and rainfall for each month for the past 10 years (2007 to 2016) was sorted together with the labour costs (wage expenses) for the same period from the different records of CTE Djuttitsa. Research was also done in the internet, review of relevant books, journals, articles with a view of tapping information and concepts related to the study.
The analytical tools adopted in this study consist of both descriptive and inferential methods of analysis. The descriptive statistics consist of the use of percentages, frequency tables, measures of central tendency and pie charts. The inferential statistics consist of the use of econometric regression technique and the technique used here is the Ordinary Least Square (OLS) regression method. To analyse the Djuttitsa tea estate value chain; that is to identify the various actors of the Djuttitsa tea estate value chain and the role they play in the value chain, a value chain map was used. Secondly, descriptive statistics through the use of pie charts, frequency distribution tables and percentiles were used to present the various measured used by the administration of the organisation to motivate workers and represent the number and proportion of respondents who have received or benefited from such measures. Added to this, measures of central tendency will be used to describe the prevailing climatic conditions at the Djuttitsa Tea Estate. To determine the extent to which motivation affects tea production, the OLS estimation technique was used. Here, the quantity of made tea produced was regressed against the enterprises' wage expenses, temperature and rainfall.
EMPIRICAL RESULT

Socio-Professional Characteristics of Employees
Workers' socio-professional characteristics are very important as they have an effect on the latter's motivation and attitude at work, they affect their performance and productivity and likewise that of the company as a whole. Hence a brief description of the respondents' socio-professional characteristics is a prerequisite for this study. The social characteristics are presented in Table 2 . The results presented in table 2 above reveal that 62.8% of the respondents are male against 37.2% female.
It is also revealed that only 21.5% of the sampled employees are less than 30 years old, however, 73.6% are married but only 5.8% went above secondary school level to attend university studies and a slight majority of the respondents have relatively large families with 58.7% who have more than six children. The results presented in table 3 indicate that a majority (55.4%) of respondents are casual workers against 44.6% who are permanent workers. Only 26.4% of these respondents have less than five years of service at the Djuttitsa Tea Estate. The results also reveal that a large majority of the workers at Djuttitsa are employed at the plantation section with 62% of the respondents who work at plantation followed by 12.4% who work at the factory section, 10.7% at other positions (mainly security), 9.1% who are office workers and 5.8% who work at the engineering section.
Table2. Distribution of Respondents According to Selected Professional Characteristics
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Nature of Motivation in Agricultural Enterprise
Motivation is established by numerous theories and empirical works as an important instrument in organisational management. Motivation of workers in any organization is recognized as important to drive workers to achieve organizational goals. This is the reason why the measures and motivation policy applied by the Djuttitsa CTE administration is of interest in this study. The motivational factors applied by the organization and their rate/mode of usage are presented in this section. Through theories and empirical investigations, money recognised as a motivator to employees. According to Maslow organisations must provide employees with a salary that enable them to afford adequate living conditions because any hungry employee will hardly be able to make much of any contribution to his organisation and this will adversely affect the organisation's overall performance. An analysis of the salaries offered to the sampled employees is presented in Going by the above results it is observed that the wage rates offered by the organisation are relatively low and not quite motivating because Oroni et al (2014) argue that substantial remuneration in terms of salaries satisfy all the above human needs. If the salaries are low, then the employees become discouraged and may lead to laxity resulting to absenteeism and low productivity. However, a good proportion of the respondents have received salary increments and this is a good motivating factor. Social insurance and work protection (safety at work) appear amongst the safety needs going by the Maslow hierarchy of needs. The rationale is that employees working in an environment free of harm do their jobs with more enthusiasm. The results presented in Table 3 reveal that only 43.8% of the respondents are registered at the National Social Insurance Fund against 56.2% who are not. And only the 43.8% could be beneficiaries of social insurance services in case of need. Table 3 presents the proportion of respondents who have protection equipments at work and the contents of the figure indicate that only 17.36% of the respondents are provided with protective equipments at work. This may tend to de-motivate workers who are exposed to risks of accidents during work. The presence of annual leave for workers and the availability of an allowance during this leave is an important motivator for workers in every organisation. This is because workers can be free to put in all their resources (physical and intellectual) at the disposal of the organisation knowing that there will be time for them to recover and make-up their strengths with an allowance for such. The results presented in table 3 reveal that 38.8% of respondents benefit from annual leave and this same proportion of respondents receive leave allowances. The Esteem needs proposed by Maslow include the need for self-respect and approval of others. Organisations introduce awards banquets to recognise distinguished achievements. Also, Hertzberg in his theory distinguished between motivators; such as challenging work, recognition and responsibility which give positive satisfaction. Moreover, Frederick Herzberg's two-factor theory assets that the factors that motivate people can change over their lifetime, but "respect for me as a person" is one of the top motivating factors at any stage of life. Hence, respect for workers as persons, recognition for performance and distinguished achievements are vital to motivate workers in every organisation. The survey conducted at the Djuttitsa CTE, reveals that 38.8% of respondents have received promotions at their services and 41.3% of these respondents declared having received praises and recognitions for their performance from hierarchy. The provision of awards/remuneration for overtime and in-service training in any organisation tend to act as significant motivators for employees. This is because the former provides a supplementary earning and encourages workers to work overtime when need arises and the latter enables the workers improve upon their skills and abilities. The usage of overtime reward and in-service training at the Djuttitsa CTE is presented in the table that follows. The results presented in table 3 indicate that only 20.7% of the respondents have received rewards for overtime and only 28.9% have been exposed to in-service training as workers of the Estate.
Employee Motivation and Enhancement of Agricultural Enterprise
The results obtained from the regression are presented in table 9 and reveal that a wage expense which is the measure for motivation in the context of this study has a positive and significant contribution to tea production in the Djuttitsa tea estate. These results also indicate that rainfall and temperature have positive and significant effects on tea production in the area of study. The results also reveal that tea production is determined at 72.96% by the variables included in the model, judging from the Rsquared. Hence, 72.96% change in quantity of made tea produced is determined by wage expense, rainfall and temperatures whereas the remaining 27.04% changes are determined by other factors not included in the model. These results have their overall significance at 1% level hence; there is a 99% certainty of the reliability of the overall results. Specifically, the results obtained from the regression reveal that wage expense has a positive and significant effect on the quantity of tea produced with a coefficient of 0.0067681 and significant at 1% level. This coefficient implies that; if the amount of wage expense is raised by 1 F.CFA, the quantity of made tea produced will increase by0.0067681 kg. Likewise, if the amount of wage expense is raised by 1000 F.CFA, the quantity of made tea produced will increase by 6.77kg. This result is in accordance with the postulate of the hierarchy of needs theory. Since Maslow held that organisations must provide employees with a salary that enable them to afford adequate living conditions because any hungry employee will hardly be able to make much of any contribution to his organisation This result confirms the assertion made by Robins and Mary (1996) that lack of motivational factors has been a major hindrance on employees' performance. According to Robins and Mary, lack of motivational factors like job security, training, enough salary, compressed work which have favorable effects on employees job satisfaction and productivity and lack of flexible time which provides employees with time for pursuing their hobbies or taking care of family all have effect on performance. In addition, the result is can be backed by Akitonye (2000) who made the assertion that money remains the most significant motivational strategy. Also, Fredrick Taylor and his scientific management associate describe money as the most important factor in motivating industrial workers to achieve greater productivity. Taylor advocated for the establishment of incentive wage of stimulating workers to high performance, commitment and eventually satisfaction. Money possesses significant motivational power in as much as it symbolizes intangible goals like security power, prestige and a feeling of accomplishment and success.
Table4. Presentation of OLS Regression Results
Moreover, the result is in line with the findings of Sinclair et al (2005) who demonstrated the motivational power of money through the process of job choice. He explained that money has the power to attach, retain and motivate individuals towards higher performance. Added to this, the result corroborates the findings of Bouddih (2003) who conducted a study in Sri-Lanka and their findings revealed that the financial benefits that is; salary, allowances, salary increments, among others provided by the management company for labourers are highly affected to the improvement of labour productivity through the increase of labour satisfaction. The result is also in line with Oroni et al (2014) who argued that substantial remuneration in terms of salaries satisfies numerous human needs. Therefore, if the salaries are low, then the employees become discouraged and may lead to laxity resulting to absenteeism and low productivity.
The findings of this study also revealed that; the prevailing climatic conditions (rainfall and temperature) have positive and significant effects on the production of made tea by the Djuttitsa tea estate. Specifically, rainfall has a coefficient of 62.58 which implies that if the amount of rainfall is increased by 1mm, the quantity of made tea will increase by 62.58kg. Likewise, temperature has a coefficient of 7,461.442 which implies that if the temperature n average increase by 1°C, the quantity of made tea will increase by 7461.4kg. These results corroborates those of Gana (2000) who held that there are many constraints in tea cultivation such as climatic constraints, labour problem, transportation, degradation of soil, and plant diseases. The results are also supported by the fact that the average rainfall (humidity) prevailing at Djuttitsa stands at 134.17mm which is below the optimum rainfall of 150mm. Likewise, the average temperature prevailing at Djuttitsa is 17.73°C which is close to the above the minimum temperature suitable for tea production but is below the optimum range of 18-30°C.
This section was aimed at assessing the extent to which motivation affects tea production at the CTE Djuttitsa. The variable salary expense was used as a proxy to measure motivation and the quantity of made tea produced to capture tea production. The hypothesis to be tested (null hypothesis) here was that; workers' motivation does not affect tea production at the CTE Djuttitsa. Judging from the results obtained, this hypothesis is rejected given that salary expenses have a positive and significant effect on tea production at 1% level. Temperature and rainfall were found as other factors that affect tea production at the CTE Djuttitsa.
CONCLUSION
The study sought to assess the various measures used by the tea estate to motivate their workers, describe the prevailing climatic conditions at the Djuttitsa Tea Estate and determine the extent to which motivation affects tea production. To achieve these objectives, primary data were collected from 121 workers of the estate as well as secondary data covering each month for the period 2007 to 2016. The data was analysed using SPSS and STATA software. The analyses involved the use descriptive statistics and the OLS regression technique.
The findings highlight the fact that a wide range of motivators are being used by the Djuttitsa tea estate administration mainly; salaries and salary changes, with only 8% of the respondents earning more than 50,000 F.CFA and 59.5% of respondents who have witnessed salary increase through time; only 43.8% of the respondents are registered with the National Social Insurance Fund and 17.36% have protection material at work; 38.8% of respondents benefit from annual leave and this same proportion receive leave allowances; 38.8% of sampled workers have received promotions and 41.3% declared having received praise and recognition from the hierarchy due to their performance.
Moreover, the results obtained from the analyses revealed that the average temperature and precipitation/humidity prevailing in the study area stand at 134.17mm and 17.73°C respectively and are slightly below the optimum required for sustainable tea production. To assess the extent to which employees' motivation affects tea production, the OLS regression was employed and findings revealed that motivation through wage expenses has a positive and significant effect on tea production at 1% level of significance. Temperature and rainfall were found as other factors that affect tea production at the Djuttitsa tea estate. After investigations and analyses, the study concludes that; the CTE Djuttitsa value chain is well organised. However, the wages offered to the workers are very low, few workers are provided with protection material at work, annual leave and leave allowance are minimally used to motivate workers as well as promotions, praise and recognition.
In a nut shell, the motivation policy of the tea estate is not satisfactory since the enterprise lacks a well structured motivation policy system. Therefore, the motivation of employees is not adequately addressed in the tea estate to equip them with what is expected of them in the field to perform effectively. Given the positive significant effect of motivation on tea production, motivation can be considered as a tool if well managed and properly used will urge workers to put in their best to contribute to the productivity and growth of the tea estate. Considering the relevance of the tea subsector in the economy and the importance of workers' motivation as a tool in achieving the organization's goals, the following recommendations are made based on the results of this study and on the experience of the six months' internship in CTE Djuttitsa.
